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Abstract 
 
The objective of this research is to identify the most important motivational factors for the employees in various physical 
education organizations in Isfahan Province in terms of belongingness and interest in organization, and to present a model. This 
research is a survey type descriptive study conducted in 2009-10. The statistical population included 412 employees of physical 
education organizations from which 202 employees were sampled using the Jersy-Morgan table and to investigate the issue more 
fully, 114 experts of physical education organizations were selected from which 30 experts were sampled and selected through 
the classified random method. In this research two researcher-made questionnaires were used, one was used to identify the most 
important motivational factors concerning belongingness in organizational components and the other to determine the rate of 
cient 
was used. The coefficient was estimated as 0.81 for the first questionnaire, and. 0.84 for the second. The content validity of the 
questionnaires was judged by experts, advisors and counsellors. The results showed that factors related to motivations were the 
most significant by the mean of 3.80. The model suitableness test confirmed the relationship between the factors of motivational 
and belongingness aspects and interest in organization by the rate of 90. 
Key words: motivational factors, physical education organization. 
 
 
Introduction  
 
One of the important duties of directors is leadership and leadership is the guidance and influence in others and 
creation of motivation in them. Now we face the question that how we can create motivation in employees? If only 
the material and physiological needs are satisfied, are the employees motivated? Theories of motivation do not 
consider these enough (Denamin, 2008). Some people like Maslow consider hierarchy of needs and some others 
believe in the other contingency factors such as probability of success in work, the chance to achieve rewards, job 
factors and organizational factors which are involved in the process of motivation (Chandler. 2009). Another 
contingency variable in the process of staff motivation is the type of expectation or demand from the person. 
Motivational factors seem to be different from person to person. For example, the expectation of the person to do the 
duties and responsibilities efficiently in comparison with the expectation of the person to be interested in the 
organization are possibly of different motivational factors and are not identical (Shaskova, 2010). The purpose of 
this study is to investigate whether motivational factors are different based on the type of expectations from the 
person? In case of differences, the main factors of motivation based on individual expectations should be identified 
including: interest and belongingness to the organization. 
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Today, in physical education departments, the need to develop management knowledge in the community is felt 
more than ever. The importance of management as the primary principle of society guidance systems and as a vital 
artery in state systems is known to everyone. The importance of managing in physical education departments with 
regards to its decisive role in guiding management to achieve the set goals and compete in today's world is clear to 
everyone. Knowing how to motivate employees in different dimensions of each organization, physical education 
managers can realize the goals of the departments and increase the level of effectiveness and efficiency. Most 
managers have little awareness of this valuable source and hence their main aim is employee satisfaction and 
interest in the job they do and thus increasing the efficiency of these institutions (andey, 2007). 
 
Various definitions have been presented for motivation; some of them are mentioned in the following. Motivation 
of the concept of managers today is inadequate. What is desired can be the description of different components and 
processes related to how behavior in human is activated (Abbaszadegan, 2000). Parhizgar (1989) states: the 
motivation is simply the driving root that forces the person to produce a kind of act or acts to meet the needs that he 
wishes to make. 
The various definitions of motivation have been collected by Rahimi Nick (1995) as follows: How behavior 
starts, activates, and stops and what kind of internal interactions within the organism comes into existence. 
Motivation is the penetrating selection process in different ways by individuals or voluntary activities by lower 
organisms. Motivation is based on a series of relationships between independent and dependent variables so that it 
tells the direction and intensity of his behavior and continues the effects of desired skills and to understand the 
person's duties and his bounding acts in the environment (Fifi, 1995). 
In a research by Salehi (2008) on the important motivational factors that affect staff performance in Steel 
Company, the results showed that the most important factors in order of priority in terms of staff recognition are:  
travel and recreational tours, programs and services such as health insurance that Clinics offer by organization 
hospital, and appropriate rewards based on performance, knowledge of work results, the amount of work done, 
quality of the work done, customer satisfaction, the type of hiring of the person, level of job security, interest rate of 
job the person does and the rate of the  successful of the person in his job and that the material and spiritual factors 
have been effective on the performance of the employee in the organization (Salehi, 2008). 
In a research by Marjiolein et al (2003) under the title of reviewing and detection of staff excitation factors in 
Vietnam, the results indicated that motivation is influenced by both, financial and non financial stimulus and the 
main factors in motivation included appreciation and gratitude of the managers, relationship with the staff, job 
security and income, and dissatisfaction factors were: low income and difficult working conditions (Marjiolein, 
2003). 
 
Method 
 
The present research is descriptive and exploratory. The study is also a survey one. According to the Physical 
Education office personnel department of Isfahan office, employees in 2010 were 412 and the number of experts 
were 114. Environment of the research study was physical education departments of Isfahan with 21 offices. One of 
the most important steps in implementing the research was to choose the appropriate measurement tool to help the 
researcher collect the data in the best possible way. In this study two researcher-made questionnaires were used to 
gather the necessary information to answer the questions proposed in this study.  The first questionnaire was based 
on by the researcher on research literature and research objectives. In the first part of this questionnaire demographic 
characteristics came under review including: age, sex, education degree, work history, position, marital status and 
type of employment. 
The purpose of this questionnaire was to provide the following motivational factors: belongingness to an interest 
in the organizations by developing different factors which were presented to be prioritized by the respondents. The 
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second questionnaire with a rating for each of the motivational factors was used to calculate fitness. The researcher 
also attended all 21 Departments of Physical Education in different cities and Physical Education Department in 
Isfahan and personally distributed 247 questionnaires and after the completion by the respondents in the same place, 
they were collected. 
To describe some characteristics of the samples under study and to estimate reliability, validity and 
standardization of tests and test research hypotheses, the following statistical methods were used: To describe the 
characteristics of the sample under study and development of the Motivation Assessment Scale indices of central 
tendency like mean, median, and index of dispersion from SD, standard deviation quartile and z scores were used. 
Multiple regression analysis was used to indicate which of the variables was involved in predicting a role and which 
had no role. To compare the important motivational issues and organizational problems, independent group t test 
and ANOVA test and cluster analysis were used to classify the important motivational factors so that a degree of 
harmony between members of strong clusters and members of poor clusters could be marked in order to identify the 
research model. Hetlling test was used for the fitness assessment. These statistical methods have been done by using 
computer and SPSS software version P=0.05. 
 
Results 
The results of the demographic characteristics analysis showed that, in terms of gender 72.3 percent of employees 
were male and 27.7 percent of them were women, in terms of marital status 17.8 percent were unmarried employees, 
and 82.2 percent were married, in terms of age 11.4 percent of employees were in the age group of 18-26 years, 43.6 
percent were in the age group of 25-37 years, 32.6 percent were in the age group of 36-44 years and 12.4 were 
percent in the age group of 45 years and above. In terms of contract type 22.3 percent were official staff, 28.7 
percent of them had contracts, 13.9 percent had non-tenure tracks and others 35.1 percent, etc. Concerning the 
position status 4 percent were managers, 18.8 percent were vice-managers and 77.2 percent of employees were civil 
servants. With regards to years of service 24.8 with less than 5 years, 36.6 percent between 5-10 years, 20.8 percent 
between 11-15 years and 17.8 percent with more than 15 years of service. In terms of Education degrees, 40.6 
percent of workers had a high school degree and below that, 23.7percent with a college degree, 31.7 percent had a 
bachelor degrees and 4 percent MA, MS and above. 
What are the important motivation factors concerning interest and belongingness to organizations? 
 
 
Table 1. Comparison of mean scores for each group with a hypothetical average of three. 
 Mean standard deviation Standard error T 
First group 2.35 1.06 0.084 -7.61 
Second group 2.70 1.02 0.087 -3.43 
Third group 3.53 0.768 0.0560 9.61 
 
 
Based on the findings of Table (1), the t observed on the first and second category is less than the critical value 
p=0.05 but the t observed on the third group is larger than the critical value. 
 
 
Table 2. The difference Test between the categories of interests and belongingness to the organization.  
Hetelling T F first degree of freedom Second degree of freedom Significance level 
69.623 34.437 2 92 0.000 
 
 
different categories studied. The highest average belonged to the third and the lowest belonged to the first category. 
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Table 3. Average of the incentive areas in the dimensions of interest & belongingness to the organization.  
 
Mean Motivation factors Motivation areas 
3.80 
who deserve it 
Security area 
Job security feeling 
3.59 The importance of the job Power area 
The importance of the person in the organization 
3.19 Suitable salary Material area 
Encouraging spirituality in the organization (appreciation of 
the efforts, the values of the employee, Rating, donating 
books, the possibility of the Hajj pilgrimage trips, reverence 
and etc...) 
3.10 Sphere of friendship and intimacy of communication between 
officials and employees 
Communication area 
 
Based on the results of (Table 3) the next highest priority is for interest and belongingness to the organization which 
is related to the security field with a mean of (3.80) and the lowest priority areas related to communication with the 
mean of (3.10). 
 
Discussion  
According to Table (1) the t observed in the third category was significant. Motivational factors in this category in 
order of preference were as follows: 
 
 
opriate salary; organization spiritual encouragement) 
 
Research findings are somewhat aligned with the balance theory of theoretical approaches to motivation. In this 
theory there is a cognitive balance between people, situations and events. If physical education department managers 
want their employees to belong more to the organization and be more interested, they should provide conditions for 
the employees with appropriate incentives (Hiromori, 2009). According to balance theory, if agencies expect the 
staff to belong to the organization and become interested, the same is true on behalf of the staff, meaning that they 
want the organization to share the same feeling. Organizations can create conditions of better job security for the 
employees so that they can create motivation in the staff, because this incentive is among the most important ones to 
create belongingness and interest (Arias, 2010). Because the results showed that concerning interest and 
belongingness to the organization, the most important factor among the staff was the need for security, these ideas 
go together somehow with Maslaw ideas. Of course, material needs are also important but they are the third in 
ranking, perhaps because the employees have been satisfied by their payments. 
In terms of importance, it is located after the needs of security and power. The results indicate that the individual 
needs that an employee considers are included in both types of needs equally high and low, for example the 
importance of the job; friendship and intimacy between officials of employees are among the high ones and low-
ranking needs are like job security; good salary. These results go together with theory of Mary 
model for has a greater flexibility for the people, that a person can at the same time have high-and low  needs of. 
motivati
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factors in terms of the staff have been both material and spiritual, which are aligned with the following factors 
motivational factors in the area of belongingness and interest: job security, the importance of the job, friendship and 
intimacy between the officials and employees and the appropriate salary. Research findings of Marjolin and 
colleagues (2003) under the title of reviewing and identifying the factors affecting staff motivation in Vietnam are 
partly consistent with the results of this study. Marjolin had brought motivation under the influence of both financial 
and non-financial stimulus. These motivational factors are: job security, income, and connection with other 
employees simulated and appreciation of the managers from the employees which are relevant with the same 
motivational factors in this study. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1: Motivational models for interest and belongingness to the organization 
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